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Answers to the end of chapter review questions 
 
 
1. Define and explain the concept of continuing professional development (CDP). 
 

Continuing professional development (CPD) is an ongoing learning process that 
focuses on developing professional expertise and the ability to learn more effectively. 
Pivotal to CPD is the concept of reflective practice (i.e. the ability to reflect critically). 
Continuing professional development (CPD) is closely associated with career 
development. A great deal of the literature on personal development assumes that 
learners are free to be themselves, encouraged to be critical thinkers and free to 
participate in learning activities (Garavan et al, 2004). The emphasis is on the individual 
learner and the assumption often made by organisations is that critical reflection is an 
isolated activity.  

 
 
2. How is continuing professional education (CPE) different to CPD? 
 

Sleezer et al (2004) refer to the importance of continuing professional education (CPE) 
for HRD practitioners with CPE being defined as “the ongoing learning needs of 
professionals” (page 21). It differs from CPD because it focuses specifically on 
educational programmes/qualifications. The reason why CPE is regarded as important 
is because the ‘fast pace’ of research and scholarly activity carried out by academics 
can quickly render a practitioner’s knowledge out of date.  

 
 
3. What are the principal competencies needed by HRD practitioners? 
 

These are: strategic acumen; commercial acumen; leadership; technical (strategic); 
technical (operational); and, critical reflection. See table 15.1 in chapter 15 for 
supplementary information. 

 
 
4. What are the principal challenges facing the HRD practitioner in the future? 
 

These include the implications of: global competition; information and communications 
technology; and, organisational structures and business models. Concepts such as 
‘prosumers’ (Tapscott & Williams, 2008), ‘globality’ (Sirkin et al, 2008), and the ‘wiki 
workplace’  (Tapscott & Williams, 2008) will pose different challenges. See table 15.2 in 
chapter 15 for more information. 

 
 
5. In what ways are these challenges different to the implications of globalisation for HRD 

practice identified in chapter one? 
 

Chapter one explained some of the key historic trends associated with globalisation but 
it is not certain whether these will continue unabated in the future or whether new 
trends, with new implications for HRD, will emerge. The categories in both chapters 
have remained the same with chapter 15 attempting to summarise some of the key 
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predictions within each of the categories. What these illustrate is the need for HRD 
practitioners to commit to their own CPD and to manage ambiguity and change 
effectively. 
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